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by Ross and Hulin. Cluster analyses revealed some similarities in the

way Hispanics and Mainstream recruits responded, but there were also

several culturally-specific clusters. Comparisons across those items

with similar meanings (because they clustered similarly) suggested that

the Hispanics are somewhat more ideological and collectivistic, emphasiz-

ing interpersonal cooperation and help. Both groups had moderately

positive attitudes toward work, but the Hispanics tended to be more

positive than Mainstream recruits. It is probable that the more positive

Hispanic work values reflect two factors: Hispanics attempt to make a

good impression to a greater extent than do Mainstream recruits, and the

Navy is selecting Hispanics who have values similar to the values of the

Mainstream recruits. The latter point has implications for Navy recruit-

ing policies. ,
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Wbrk Values of Hispanic and Mainstream Naval Recruits

William Ross, Gerardo MaAn
HarTy C. Triandis, Spanish Speaking Hental

Bei-Hung Chang Health Research Center

University of Illinois, Urbana University of Califoria, Los Angeles

In the last ten years there has been a growing a,,areness of

Iisparic Americans as a ninority group. Prelininary fiyures released

by the United States Census bureau indicate that approximately 6.4 * of

the U.S. population identified thenrselves as Hispanic in 198U. As the

nuriber of Hispanics in this country continues to increase their

influence will be felt by a greater nurber and variety of

organi zations.

One important set of variables influencing motivation and behavior

is an individual's value system. A value is a broad class of central

beliefs and attitudes, thought to be relatively stable and to exert a

srtall, but pervasive influence across a broao range of specific beliefs

and attitudes (kokeach, 1968).

Hispanic values have received relatively little attention from

the scientific cormiunity, and there are very few articles on Hispanic

work-related values. Yet these values may be imaportant in determining

work behaviors. It is the purpose of this paper to investigate the

nature of Hispanic work-related values and conpare Hispanic values with

those of tneir ialnstrearm counterparts.

A System for Studyng work Values

There are hundreds of values that influence behavior in some way.

However, it would be difficult to identify and measure all the

work-related values a group espouses without first conducting lengthy

exploratory studies. One ,oethod that bypasses this lengthy procedure

is to use an instrunent that includes those values that are related in

sorie theoretical system such as the one developea by BuchholZ (1978).

.. . . . . .. . ..l
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tie attewpted to v.easure beliefs and attitudes that were related to work

both empirically and logically. These patterns of work values are

called work ethics. Duchsholz redsured five work ethics: (a) the

Protestant twork Ethic, (h) te Leisure Etlic, (c) mianis,, (d)

;arxisi.-related beliefs auout w.ork, and, (e) the Urganizational belief

System (diso called the "Urganizational inan" Ethic). Each of these

belief systeis is defined in Appendix A; further definitions iay be

found in BuChholz (1978).

14ore recently, alternative scales have been developed to measure

the first four of Luchholz's five work ethics. Buchholz saw each work

ethic as unidiriensional. however, hulin A Ross (tiote 1) have argued

that each work ethic is a pattern of beliefs dnd attitudes, which i.ay

not be unidiimiensiunal. Unlike Buchholz, who developed five

unidimensional (factorially pure) subscales, Ross, Sheppard, and Hulin

(Nlote 2) have developed scales to ;easure a set of ten work-related

values. These beliefs and attitudes are: Heliefs dbout a Worker-run

society, attitude toward labor unions, belief about the importance of

work, attitude toward hard work, belief about whether free ti e should

be spent for business-related purposes, preferences for intrinsic or

extrinsic rewards, beliefs about whether managers are supportive or

exploitive, beliefs about whether most %iorkers are lazy or are

hardworking (iictregor's Theory X or Theory Y; 19WU), belief as to

whether free time should be spent hIelpinij others, and finally, whether

one favors using compromise or direct confrontation as a dispute

resolution technique. These subscales were closen because the advocates

of the different work etlics would take different positions in each of
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the i; they are sutmarized in Table 1.

Insert Table 1 about here.

Previous research using work ethics r.ieasures indicates that this

type of measure is related to a number of other, work-related,

outcoiies. Endorse-tent of tne (secularized) Protestant jork Ethic (as

measured by Hlood, 1969) tas be.n shown to moderate the relationship

between task characteristics and job satisfaction (1janous, 1974).

Hierrens and Garrett (1975) clai, that persons holding Protestant Ethic

values are more productive on psychomotor tasks. Other studies have

found the Protestant Ethic related to career cloices using the Strong

Vocational Interest 1blank (Mirels A Garrett, 1971) and to reactions to

criticism on a task (Greenberg, 1977). t3uchholz (1978) noted that Union

Leaders and Macks tended to be relatively hign on ,arxist-related

beliefs about work. iwo studies hive yet linked Organizational ,ian and

Leisure Ethic values to work-related behaviors.

Previous Kesearch on is~panic w~ork Values

The Hispanic cov.nity hias nut been extensively tested to see what

work value system best describes it. However, some studies have looked

at specific work-related beliefs and attitudes, although most ot these

are anthropological studies of aostly lower class, highly specific
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groups of Hispanics.

Protestant Work Et:.ic . A nurer of writers have reported that

Hispanics do not endorse the fundam.ental values of the Protestant kurk

Ethic. Ilofstede (1960), for example, reports that work is not viewied

as d central aspect of m:any Latin American worker's lives. Uther

writers (kadsen, 1972; Szalay, Ruiz, Strohl, Lopez, t Turbyville, 1978)

claim that Hispanics do not vie, achievertent and personal advancerent

as specially imiportant goals.

Consistent witl this view is an emphasis on a "being" rather than

a "doing" orientation (Saunders, I'vY4; Meier A Rivera, 10Z7) whiere

working long and hard is not seen as a virtue. Tuck (1974, p.13b)

described the Hispanic ideal as the achieveient of "a golden viean of

effort and enjoyment." Buna (19 0) also argues that

Mainstreami-Americans see "busyness" as a virtue, whiereas Hispanics

regard it as an affliction.

Un the other hand, some writers note that .rexican Anericans prefer

self-enployiment to working in an organization (head, 1953; Clark,

1959). Am.ong iiainstreai subjects, such vocational preferences have

been shown to be positively correlated with scores on a Protestant

Ethic ieasure (Nlrels & Garrett, 1971). Grebler, iioore, and Guznan

(1970) also argue that there are no major differences between rexican

Americans and iiainstrean individuals in their endorsement of the values

of the Protestant Ethic. These findings serve as a warning that,

althoutjh uch of the literature indicates that Hispanics do not endorse

the Protestant Ethic, the evidence is uy no means conclusive.

Leisure Ethic wolf (19b6) and Seda (1973) suggest that Hispanics

It
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see work as a means to an end rather than an end in itself, and that

ialeness and leisure are Uiven a high value. Kluckiotin anu Strodtbeck

(1bl) also note the positive view of idleness and cortetiplation on tile

part of ,exican Aeiericans.

wagley (196b) suggests triat such views reflect the influence of

Inerian culture on Latin Ainerica where tie ideal lifestyle was

exemplified by the behavior and attitudes of the rural gentry. These

persons Shunned nanual lauor, valued forrial etiquette, and placed a

highi regard on kinship and social class. Altloulh iiany see such views

as "old fashioned," lJagley believes this ideal still has a strong

influence over the behavior of mebers of all classes in Latin Aierican

society.

A present- rather than a future-orientation is also assigned to

Hispanics (Bunia, 197U; Kluckhohii t! Strodtbeck, 1961). madsen (1973)

and iiurillo (1976) argue that ,,exican /Americans believe that each

mioment should be lived to its fullest. This eiiphasis on enjoying each

day is accompanied by a certain lack of planning for the future, and a

relatively stronger aesire for immediate gratification. These

preferences dnd oehaviors are certainly consistent with tile Leisure

Ethic.

Humanism . There are little direct data on work values associated

with Humanism:1. However, there are other data froa which one may draw

inferences about these values. Hurianisi eitbraces the idea that tle job

shoulu be a source of new experiences and a place to ledrn new skills

(Harman, 1978; see also Alderfer, 1972). As previously noted, some of

the literature claims tiat Hispanics tend to see the job as simply a
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place to earn one's pay. If this is true, tiien Hispanics are unlikely

to see work as a place for iviportant new experiences.

Other eviJ.nce comes from research on individual s attitudes

towdra eaucation. It seetis likely that a Hurianistic view of work, witi

the emptiasis on self-developnent and self-actualizdtion, snould be

related to a positive view of education. Early studies with

unrepresentative samples (e.y. liullock, 19b4) report that nany nale

Hispanics see education as "unmasculine" and view it with Suspicion.

Similar results were reported by ,lworkin (19b5), who found that 74. of

his sample of native-born ,exican .:vericans saw ther:selves as lazy,

indifferent, and undilitious. Such a self-image is aiore consistent

with the Leisure Ethic than with HurI,.nism.

The question of wlietner Hispanics see managers as supportive (as

would a .Iumanist) or exploitive (as would a iarxist) is addressed by

Padilla (1964) in her early anthropological studies. She reports that

Puerto Ricans in Wett York see most cowmipanies as uninterested in thew,

and that they prefer Spanisii-speakinj lanagers who have a paternalistic

relationship with Lheir workers. This preference for a

Spanish-speakiny manager miay be justified. Witehead and King (1973)

found tHat ;ainstreati iaanagers held different expectations for

tiainstream and Hispanic employees. Fro', these data one may infer thdt

Hispanics do not see lost .,ainstrea. managers as supportive. Perhaps

this reflects the stereotypes that nainstreac. managers hold of

iii spani cs.

To sunmarize, the evidence does not indicate that Hispanics hold

imany of the ieliefs and attitudes important to tite philosophy of
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,umanisn. The evidence against the Ihuim:nisi position however, is weak

afnd relatively indirect. Tiie present study provides an opportunity tu

discover which, if any, of tr-e tenents of tiufmanisil Hispanics endorse.

.arxist-relatad lieliefs . N1o articles were uncovered that

proposed that Hispanics endorse iiarxist-related ueliefs about work any

'more or less than (o0 hainstreai. because work does not appear to De of

central value to eiipluyees, there see:.is to be little drive on the part

of Hispanics to proaote greater uorker participation or to establish a

worker-run society. Siidlarly, there is little tnentlon of labor unions

in the literature. adiilla (19b4) states that Puerto Ricans in I!ew

York see tiost labor unions in the United States as uninterested in

serving Hispdnic interests.

Ono explanation is that because Hispanics live in conditions of

poverty, they may be iiore interested in finding and keeping a job than

in improving their share of the economic benefits fran the jou (Poston

3 Alvirez, 1973). However, the success of ttie United Fan, workers

union argues for Hispdnics' interest in organized labor where they do

not feel they are discriminated against and where their interests are

taken into consideration.

Urganizational uelief Systei. Frut early childhood, the Hispanic

is taught to be group oriented and cooperative (Padilla, 19#4; Ilells,

19b9). l4iile the center of tois group loyalty is tne family, iintz

(19b) presents evidence tlhat the collectivist orientation is found

* within work organizations ds well. Suchi a group orientation could

reflect an Urganizational 13elief system.
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Are Hispanic Values Changinq?

Several writers have raised a nurouer of issuls rejardiny tne

generality of te abuve conclusions about flispdnic, work values. The

four issues most often raised are: (a) any Statement of mean

differences oetween two groups ignores the variability within eacil

group; (:) part of the difference between Hispanic and iainstrea.1

values m.ay be due to tie poverty in which rany Hispanics live (isaca,

1979; ounia, 1970; xanos, 1979); (c) a large part of the difterence may

be attributable to the agrarian environments ii which rany Hispanics

were raised (Achor, 1978); and (d) these traditional values may be

changing as Hispanics becore acculturated, urtjanized, and tileir

standard of living im.proves within Aierican society. Une concern is

the fact that many of the generalizations founa in the literature are

based on sciall samples of mostly rural, lower-class groups of

Hispanics. These considerations lim,it the generalizibility of the

results found in most studies on hispanics. For a fuller discussion of

each of these four issues the reader is referred to Lisansky (note 3).

Hypotheses

liased on the literature, lu hypotheses were developed. These fall

into three distinct groups.

First, there is no guarantee that the Hispanic and iiainstreac:

samples will structure the world of work in the same way. For examiple,

some cultures have different classifications fur colors (see Triandis,

19b4) which influence inforoiation coding anid retrieval (Brown, 19!J;

orown Lenneberg, 1954). It is etirely possible then that Hispanic

and iiainstreaii naval recruits will have difterent categories of work
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values. This possibility is enhanced because the two uork values

questioniiaires used in this study (buchholz, 176; Ross, Sheppard,

Hulin, ilote 2) were developed using3 ieterogeneous sariples of ,ainstream.

recruits, iiost of ',biu worked in the East.!rn Unite'i States. It is

entirely possible that botn the tlispdnic and thte ,tainstreai naval

recruits o'ill perceive work differently, not only froN each otner, but

froi the sariples upon whicih the different scales were deviseU.

The hypotheses based on tfie literature are as follows:

dypothesis 1 . Hispanic recruits will be less likely to lhold

consistent opinions regarding a worker-run society and worker

participation than will , ainstream recruits.

tiypotnesis 2 . Hispanic recruits will hold less consistent

opinions about laoor unions than will niainstrea1 recruits.

Hypothesis 3 . nainstreaw recruits will hold more consistent

beiiefs about work being a central aspect of life than will Hispanic

recruits.

ljypothesis 4a . ;'iairstreafi recruits will have a cluster of beliefs

based on the concept of hard work; Hispanic recruits will not.

Hypothesis 4, . Hispanic recruits will have a cluster of beliefs

pertaining to tne concept of leisure; iainstream.i recruits will not.

Some writers suggest that work and leisure are clearly

differentiated arong ,,ainstreau individuals but not among Hispanic

(iead, 1953). Froi this, one can generate an alternative hypothesis

regardinU work and leisure:

Hypothesis 4c . ,ainstream recruits will see leisure and hard work

as two different concepts; hispanic recruits will tenu to m'erge the two

.... . .... g '
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concepts.

The olavy is a "Total institution;" it closely regulates free

tirie and contact with persons outside the organization (sucii as family

visits). Often, "liberty" is uncertain for tne individual, and

certain locdtions and activities during free hours are prohibited.

Persons joining tihe :Javy i iust accept these restrictions on one's tree

time. Further, persons usually are aware of this situation when they

enlist. Therefore, ttypotthesis b is as follows:

Hypothesis b . itbers of both ethnic groups are likely to hold

consistent opinions duout whether the organizatiort's business should

take priority during what would otherwise be one's free tipie.

Hypotheses b. Results siitilar to Hypothesis b will be obtained

for the idea that free tim.e should be spent iielping others (e.g.

volunteer or charitable work).

Even if Iiispanic recruits and !iainstreao.i recruits structure the

world of work differently, one cannot assume that they differ in their

attitudes toward work concepts. To return to the analogy of color,

just because a culture does not have a color nam: for a particular

color does nut mean that those individuals enjoy that color less than

people who do have the name. One can, therefore, propose several

hypotheses based on attitudes toward the belief statements:

lypothesis 7. both 11ispanic recruits and 1mainstreanr recruits will

oppose a worker-run society. This can be proposed because the U.S.

Irr, ed forces are coiu,,only seen as opposing communism (of which a

worker-run society is a central principle), and because new recruits

are anxious to auopt the values of titeir organization (see U'Reilly
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ca1c .4e]l 1 IU).

Hypotiiesis u. iainstrea. recruits will be pro-union reldtive to

Hispanic recruits.

hypothesis 9. iainstrea1 recruits will Le ,ire positive towara

the idea that work should Ue a central and an iimportant aspect of one's

life than will Hispanic recruits.

Hypothesis 1U. ;.:ainstreat recruits will favor hard work riure titan

will hispanic recruits. Conversely, Hispanic recruits will favor

leisure more.

Hypothesis 11. Both i-ainstrear, recruits and Hispanic recruits

will probably agree that free tiwie should be spent for business-related

purposes.

Hypothesis 12. Both riainstream recruits and Hispanic recruits

will probably agree that one should spend one's free time helping

otners (as with cc.runity charities).

Hypothesis 13. aainstream recruits are more likely to see

managers as concerned and supportive. Hispanic recruits are more

likely to see managers as persons seeking to exploit them, unconcerned

with their welfare.

Hypothesis 14 . Both Hispanic recruits and iialnstreami recruits

will prefer cofpromlise as a dispute resolution technique rather than

ideologisi and confrontation. This is posited because it has been shown

that Hispanic recruits tend to be cooperative, and itainstream recruits
tend to be pragm~tic rather titan ideological (see Lisansky, Note 3).

It should be noted that for riany of the comparisons, the

individual's identification with specific subgroups within the Hispanic

K
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saple (Puerto RiCdII, iexican, and "Slianish") will be used. Simply

reportint Hispanic and i;ainstrean recruits (iifferences i:lay obscure

potentially important discoveries. ro specific hypotheses will be

developed for these coi.parisons.

Hypothesis lb. In general, iainstreai recruits will tend to ,Jive

responses sujgestive of the Protestant :jork Lthic, with a n-ixture of

Humanistic beliefs about work. This hypothesis is based on the

responses of the sanple in Ifulin and Ross (:ote 1). Hispanic recruits

will tend to give responses consistent with the Leisure Ethic. Tiis

general hypothesis will be supported if the two cultural jroups cluster

ideas and have mean scores consistent with the state. ents in Taule 1.

Finally, there nay be other variables that account for most of the

variance within each sample on their work values. iio specific

hypotheses will be offered. Rather the following, general hypothesis

will ue tested:

Hypothesis 1u. Ilitin each sample, acculturation, biculturation,

modernity, and/or socioeconoic status will account for a large and

significant portion of the variance of the scores on the work values

items.
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letIlod

Subjects

iainstrean (w=79) and Hispanic (I=1) naval recruits served as

subjects. All dere riale. There were thtree blacks, 7b whites; 30

,.texican Americans, one Cuban, 25 Puerto Ricans, 17 Spanish AIericdns,

and eiUht 'unclassified' Hispanics.

questionnaires

Subjects completed the buclholz (1976) Jork Etnics scale and an

early version of the :ork Values Scale (Ross, Shieppara, " Hulin, ilute

2). The latter is identical to tne b4 itemi scale presented in Hulin

Ross (tiote 1). Additional iteiis were written for each of the ten work

dimensions; a total of 2b items were addeu. The effect of including

these items is that miore informiation is obtained, although the

homogeneity of the subscales is reduced. This seecied acceptable, given

toe exploratory nature of the study.

Two acculturation scales were constructed fr.i responses to

personal information iteiis (Triandis, Hui, Lisansky, . narin; oiote 4).

These were designed to see how well Hispanic subjects had adopted

mainstreari culture. Une scale contained iteiis pertaining to family

history, the other dealt with preferences for iiainstrea coworkers and

r,ainstrea.i schools. Furtheniore, three biculturation indices, m.easured

whether the uIispanics had learned to use the norns of both cultures.

These indices pertain to preferences auout the iedia, interactions, and

social events (such as a birthday party). A general biculturation

reasure was also obtained frtyi the ifainstrear, recruits. The items were

different because many of the liispanic iteis would be irrelevant to
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miost iiainstreaii recruits.

Socioeconcxiic Status was iiedSured uy questions about family

income, viotiier's occupation, fattier's occupation, and the suuject's

perception of faving been poor or richi when growing up.

Ai-iodernity scale developed biy Inkeles and Smith (1974) was

administered to assess the deijree to Which Subjects were "traujtional"

or "'.idern."

Procedure

q.uestionnaires were ado~inistered by naval personnel to the

recruits at three centers: San idieqo, California; u~reat Lakes,

Illinois; and Urlando, Florid. These questionnaires were adilinistered

as part of a larger study of perceptions of tile social and work

environmient. The order of presentation of tlie different neasures was

randomized to control for fatigue effects. 1-1hen a Spanish surname

recurit was to be classified, the classification officer noted whether

the recruit described liiiiself as "Hispanic." If so., he was asked to

coriplete several questionnaires. lainstream subjects were randomily

selected at the same sessions.
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Nesults

Prel dinary Analyses

Given that roth the hiispanic and iiainstream, samiples are s*,iewhat

different fron the neterogenous =iainstreaha samples used in previous

studies (fucheolz, 197b; Ross, SIhepVard, , Hulin, iiote 2) one cannot

assuie that the scales useu in this study will necessarily nave

satisfactory psychorletric properties. Tliis is because both If the

;tainstrea,. and Hispanic subjects nave different views of work than the

original subjects, then liociogeneous subscales wlay appear heterogeneous

to these subjects. Itens written for tko different subscales may be

seen as belonging together by one or both of the samiples. For these

reasons, toe first step was to compute the alpha coefficient as a

m.easure of internal consistency for the different scales. With a

heterogenous sample of itainstreao subjects fron the Eastern United

States, Ross, Sheppard, and Hulin (Note 2) obtained alphas ranging frcxm

.42 to .78 (median = .67) for the 54-item version of the iJork Values

scales. In te present study, alpha coefficients on the work Values

Scales ranged frri .UU to .73 (median = .39) for the ;,ainstreavm

respondents, and froi .UU to .74 (median = .4b) for the i1ispanics.

Note that the b4-iteam version was used for coiputing the internal

consistency coefficients so that comparisons could be made with the

previous study. For the bucmholz scales, the range was fr(Xm .55 to .77

for the i.ainstream subjects (redian alpha = .bU), while for Hispanics

the internal consistency estimates ranged frtri .3U to .77 (median alpha

=.!b)*

Fruo these initial results it is apparent that what were
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constructed to be fairly hon.ogeneous scales were not perceived as such

by either the iainstreani or Hispanic subjects in the present study. If

they had perceived ttle subscales as homogeneous, one could have simaply

coiipared tneir rieans. However, because the respondents are

constructing the world of work in ways not corresponding to the

subscales, different analyses are needeu.

Cluster Analysis: Clusters co;nrion to ,:ainstrea~i and Hispanics

The original sutscales do not correspond to the way the subjects

grouped iteos. How do tile recruits group beliefs? A cluster analysis

was perfoiied to answer this question. This was a single-link cluster

analysis using br,.lP-77 (Uixon A Lrotin, 1977). Cluster analyses were

perfoed for the Hispanics and iiainstreati data separately. The

wuchholz UIork Ethic Scales and the Hork Values Scales were combined for

these analyses.

Results indicate that although none of the clusters contains

exactly the sare iteris, i.iany clusters contain some of the same items

and convey essentially the samie concepts. One night argue that one has

"emic" (culture specific) measures for "etic" (universal) concepts (see

3rislin, 198U), with a few etic iteiis included. In short, several

cocrvion thermes appeared in both sar.ples' clusters. The thenmes and

corresponding sam:,ple items are presented in Table 2.

Insert Table 2 about nere.

One cluster coi',non to both uroups contained itemis pertaining to

self-actualization trough work. There are e8 itens in the nainstreai



Table 2

Common themes found in Hispanic and Mainstream samples

Theme Sample item Mean agreement on item
1 = Strongly agree
5 = Strongly disagree
Anglos Hispanics

Self-actualization Work should enable one to 2.1 2.0
through work learn new things.

Worker The working classes should 2.5 2.5
Participation have more to say in society.

Worker-run Workers could run an 3.2 3.3
Organizations organization better than
(Industrial could management.
Democracy)

Pro-work/ One should do just enough 4.0 3.8
Pro-hard work to "get by" at work.

Collectivism Free time should be spent 2.7 2.6
(Should free helping others.
time be spent
helping others?)

Familism The health and well-being 2.3 2.1
of onets family and friends
should be more important
than one's job.
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satiple; 18 in tie ;iispanic samiple. Fourteen are cor.ion to both

clusters. Tne i-eans are 2.1 fur iainstreaii, dnu 2.U8 for tispanics on

toese fourteen itens (the scalp is: 1=strongly agree, 2=ayree,

3=undecided, '-=disagree, b=strongly disagree). These means are not

significantly different. This finding disagrees with Hypothesis 3

(viainstreai will old ibjore consistent beliefs thiat work is a centrdl

aspect of life). Contrary to Hypotnesis 9 (iiainstreami will have a rore

positive attitude toward the 'centrality of work' concept), the data

support the idea that work is a central concept to both groups.

A second couxion thene is found in sitall clusters pertaining to

worker participation. These clusters indicate that uoth samples

consider worker participation to be itportant, i.e., both groups favor

participation (iainstrear, cluster mean = 2.5; Hispanic cluster oean =

2.7). TIhe riean on the one coiinron itei.i was 2.5 for both groups. These

two clusters fail to support Hypothesis 1 (Hispanics .iill hold less

consistent opinions about a worker-run society than will Ihainstrean).

The data provide rixed support for hypothesis 7 (Both groups will

oppose a worker-run society). Neither group appears to be strongly

opposed to a worker-run society.

A pro-work/pro-hard work cluster oas comr:on to both groups. The

Hispanic cluster mean was 2.i while the iainstream mean was 2.2. Tile

average of the neans on the comitaon iteus were: Hispanic, 2.4;

,;ainstrea,.i, 2.2. hone of tnese differences were significant. These

results fail to support hypotthesis 4a (!,ainstream will have a cluster

of beliefs based on toe concept of h ard work; Hispanics ill not).

ioth ,roups see haru work as iriportant. Hypothesis IU is not supported

. ... . . .. . l J I f .. . . . . . . . . . .
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by these data, bot' gruups t.ioderately favor hard work.

A general collectivisii cluster also eller jed in both satiples. This

as a ,ijor notion the idea that one should help others during one's

free tirie. The cluster mean for ,,ainstrean respondents was 2.8 (2.7

fur two common items); for hlispanics tie cluster iean was 2.5 (2.b for

two cu..ion iteils). Hypotliesis 6 (botl samples will have a sit.,ilar 'free

time' cluster) and Hypothesis 1 (that the mteans on the 'free ti0,e'

scale would be siiidlar) were both supported.

A cluster that is coi.uion to both ethnic groups cuntains itens

suggesting that free time is to be used to help the ei.yployer. A few

items pertained to the r.iore general idea of helping people (luring one's

free time. The ijainstream cluster mean was 3.2 (3.3 for the two items

common with the Hispanic cluster also). The Aiispanic cluster i:Iean was

2.9 (3.1 for tile two covi.mon ite,.os). These differences are not

significant. Hypothesis 5 (Both groups will Itold a consistent opinion

aoout spending free time for ousiness purposes) was supported.

Hypothesis 11 (Both groups will agree that one should spend one's free

time perforriing business-related activities) was not supported.

A stmall cluster evierged in each sample reflecting familism.

NIritten for the "Importance of !,ork" subscale of tiie work Values Scale,

the ite s contrast the importance of one's job witti the ii..portance of

the fauily. both groups felt that tile job was not c:ore itiportant than

the family. Tne means were: ,ainstream total cluster = 3.6, (3.7 for

the one item cmiton with the Hispanic cluster); Hispanics total cluster

=4.1); (3.9 for the one cotcion iteii). The difference in means on the one

coimion iteii was not significant. Again, this argues against support
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for Hypothesis 3 (,idinstreamd alone will hlId consistent beliefs about

the centrality of work) and ilypothesis 9 (iiainstream recruits will

fdvur tlte 'centrality of , ork' concept iore tran hIispanic recruits).

Finally, botl groups contain coripletely e(ric clusters concerne(

witlh general cynicisi, at work. This was nut one of tne tuics

discussed in the literature, and therefore, did not appear in tie list

of hypothieses. iio ;iean coii)arisons ,.ere t.iade using coi'ifn iteis as

there were none.

Cluster Analysis: Clusters Unijue to .,airstreai iesponuents

The clusters that were unique to !,ainstrea, subjects are listed in

Table 3. These clusters provide furtner evidence bearing upon

Hypotheses 1 throujri b (regarding the structuring of beliefs about

work).

First,1 the ,ainstreavi subjects have a cluster of items concerning

labor unions, Hispanics do not. This suggests support for hypothesis

Second, t1he ;1dinstreaor recruits have a cluster ot beliefs about

wanage(ent. lHi anics do not. This was not anticipated.

Third, .iairi,stread.l subjects hiave three clusters based on the theme

of hard work. ne cluster cttains items about lazyness ana poor work.

A second contains' itei.is that (discuss how hard work leads to desirable

outcxwies. A third'tsugjests that hard work has no unuesirable outcmies.

ilone of these three clusters ltas a parallel in the Hispanic sai.iple.

These data (in cont' adiction to the co,,un cluster discussed earlier,

entitled "Pro-work/lpro-hard work") provide supoort for Ilyotnesis 3

(iiainstreai will nold consistent opinions about the 'centrality of
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work' concept) and Hypothesis 4a (iainstreaji alone t,ill ncive a cluster

of Leliefs based on the concept of hard work; ilispanics till not).

iuiwever, iiainstreaii subjects also iiave a cluster of oeliefs about

Leisure. Hispanics, by contrast, do not. This provides support for the

idea that nainstrean recruits differentiate work and leisure better

than do iiispanics. The findings are cunsistent wit typothesib 4c

(sainstrearn will see leisure and hard work as two different cuce,ats

Hispanics will tend to rerye these two cunc';ts). Findinjs are nut

consistent with Hypothesis 41 (Hisp.anics Aill iiav-2a cluster pertaininj

to leisure; iiainstrea..| pill not).

iiainstreai data jielded two clusters of ite. s oul tie jenMeral topic

of societal cianue. One concerned the strurqle bet,.een tie classes;

toe second pertained to t;ip notion of d worker-run society. .iiile the

i.ainstreaii respondents nave two clusters u this topic, Hispanics only

have one. iHoever, ilispdnic ite'Is dre found in both Mainstream,

clusters. Tlhese results do iot support nypothesis 1.

Insert Taule 3 thuut here.

Cluster Analysis: Clusters uniqtue to isljnics

Just as t,,ere are clusters of variables unique to Mainstream,

there are others that eiieryed only from the Hispanic data. These are

listed in Table 4.

------------------------------

Insert Table 4 about here.

-------------------------------



Table 3

Mainstream themes not found in Hispanic sample

Theme Sample item Mean agreement on item
1 = Strongly agree
2 = Strongly disagree

Union Attitude Labor unions exist simply to 3.4
collect annual dues; they seldom
live up to their promises.

Managers are Most managers make a serious 2.6
supportive attempt to understand the needs

of workers.

Hard Work leads Hard work is the key to success 2.3
to positive in life.
outcomes.

There is nothing Hard work never hurt anybody. 2.3
negative associated
with hard work

Rejection of To do a poor job on one's work is 2.6
laziness to be a poor person.

Attitude More leisure is good for people. 2.5
toward leisure

Class struggle The work of the laboring classes is 2.9
exploited by the rich for their own
benefit.

(ypici-m about Few managers are seriously concerned 3.2
about employee welfare.



Table 4

Hispanic themes not found in Mainstream sample

Theme Sample item Mean agreement on item
1 = Strongly agree
2 = Strngly disagree

Work as social One's contribution to the group 2.2
activity is the most important thing

about his work.

Dispute resolution Principles are more important than 2.4
short term dispute settlements.

Identification You are what you do; to do nothing 2.1
with work is to be nothing.

Organizational Workers generally carry out instruc- 2.7
communication lions promptly and efficiently.

Self-reliance Only those who depend on themselves 2.5
get ahead in life.

Tempered It is wrong to assume that every job 3.3
expectations should offer a sense of achievement.
from work.

Cynicism Dull jobs are a fact of life. 2.4



ilispanic loork Values Pagje ZZ

One cluster grouped beliefs around tile idea of "'1ork as a sucidi

activity." It included iteils eiiphasizin(,j the group arid social aspects

of work.

Another cluster that ei,-iergedl focused on dispute resolution

oetliuds. Tiiis does nut fit any of the 'hypotheses; however, it was

antiCiJpdted that botch groups would have a dispute resolution cluster.

Hispanics have a cluster directly concerned with tile liportanice of

work. Tiiis tias been idi~ellea "Identification with work," and it does

not support Hypothesis 3.

Hispanics also have a cluster of iteiis pertaining to coiuunuicationi

between iiaragers and employees. This is unique to tnis 'jirmup.

A cluster of b' liefs about persons Ueinq self-reliant asierged fruiil

the Hispanic subjects. Independence, w~hile iviortant to tne Protestant

Iuork Ethic, was not one of tile dimiensions relevant to the specific

hiypotheses. Therefore, rio hyputhesis is supported or refuted by this

result.

Finally, the Hispanics had d cluster of two iteiis that suyyjested

tnat persons should teiiper their expectations as to what jobs wiould

offer intrinsic rewards. This cluster miay hiave cierged due to thle

sfitularity of the wording of the two itemus. UJr it may have eruerijed

because intrinsic rewards are seen as impurtant by Hispanics. These

data do not support Hypothesis 3.

Corrsons of iifferent Etnnic broups.

Comparisons were made usingj Analysis of variance to see it thle

different ethnic gjroups (iiainstream, HL'xiCan Acierican, Puerto Rican,

and "Spanish kAericans") differed in teteir ineans on tile identical iteius
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of the comcion clusters. !eans were also coupared oo the iteis that

constituted the unique clusters fur eaci group (iainstreai.i or

diispanic). The eight unclassified Hispanics and the one Cuban Subject

were not includen in this analysis. Te three black subjects were

combined with the 7b white Subjects to for: a -lainstreari satiple with 79

ne. ibe rs.

,:o significant differences were found using analysis of variance

with planned cotiparisons. TIerefore, we concluded that there are no

differences ailonq tie various groups on the work beliefs clusters,

eitiier co,,un or unique.

In riaking the above mentioned cooparisons it was (eteriiined that

tite lispanics hau an acquiescence response set that was stronger than

the response set of the ,,ainstream respondents. ile examined 39

randonly chosen, positively worded itenis and found that the Hispanics

agreed with 23 of theii to a greater extent than the iiainstrean

respondents. The ijainstreai, subjects were siore positive than Hispanics

on only four items, and there were no differences on the remaining 12

iteos. Such a distribution is not likely to have occurred by chance

(X(2) =14,p< .Ul). To eliriinate this response set we converted tite

data to z-scores. This has the effect of iiakinj the overall mean of

tihe Hispanics the saie as the overall rean of the rainstrea,

respondents, and botn equal to zero.

The responses of the tiainstreavi respondents were then conpared

wIth responses of tile Hispanics who are righly acculturated and those

khio are less acculturated. Analyses ot Variance were eiiployed for these

coparisons. Particular attention was paid to those results where the
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.iainstreat and the low acculturation Iispanics were at upisite poles

and tie itignly acculturated Hispanics were in the miidule.

Tnese analyses revealeu soie interesting differences:

1. The less acculturated Hispanics agreed ciore than the highly

acculturated Hispanics (woo agreed significatitly iiore than the

i,ainsrrea.i resipondents) ritii the statei.ent "If you want to accomplishi

sonething you hav- to fiyht for it." Further, the Hispanics agreed

riore than the ,iainstreau subject on lb additional itemis that can be

characterized as "pro-,ork." For exam.iple, the ijainstreaou respondents

a ,reed more than the Hispanics with "Une should do just enough to 'get

by' on the job." The opposite trend occureu with only three items.

Such, a distribution is unlikely to have occurred by chance (jL< .01

using a binunial test).

2. Tne less acculturated Hispanics agreed significantly maore tihan tihe

iiinstreai respondents with "I believe that people should devote their

free time to helping others," and "People should spend their free timle

working on coottunity projects." Such "collectivist" items were more

likely to be favored by the Hispanics than tne iainstream subject on U

out of 7 cases. This distribution is unlikely to have occurred by

chance (p< .)b using a binomial test).

3. The llinstreai recruits agreed c.ore than the highly acculturated

Hispanics who, in turn, agreed significantly more than the less

acculturated Hispanics itli the statewent "Parties should never use

violence in resolvinU a probler." Un two additonal iteris there was a

tenuency for iainstreami suhjects to auree with cipromise in settling

disputes.
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4. The less acculturated Hispanics agjreeu more than tile ioighly

acculturated Hispanics with the statecient "Principles are rore

iripcrtant than short-tern disp)ute settlements." Similarly, hiuhly

acculturated ispanics were wore in agreement with tils item than the

.,ainstrean respondents.

5. There appeared to be a trend for the Hispanic recruit to have d wiore

positive view of workers than jils ,ainstreatn counterpart. Hispanics

disayreea relative to tne ,,airistrea,i with "A responsible worker is a

rarity." This was true on four out of four iteas that reflected such

atti tudes.

Influence of Uther Variables on work Values

Subjects answered questions about socioeconomic status (SES),

Acculturation, ,iodernity, and L.iculturation, in addition to coi.,pleting

work values questionnaires. How aid Hispanic and tiainstreal subjects

differ on these variables? TUe sample were not caiipared on

Acculturation and iiculturation scales since these variables have a

different meaning for the two groups. Furtherriore, there were not

significant difference on the i-odernity scale. The modernity scores

for both groups were fairly norm*ally aistributed. The tiainstream mean

was 4b.7 (Standard Deviation = 9.3); the Ifispanic rean was 4b.9

(Standard Uevidtion a 10.4), where scores could range from zero to 95.

There was a significant difference between the groups on

socfoeconaic status. The veiean for the uainstreae recruits was higher

than for iispanics, (t= 3.1; .Ol, two-tailed). Both uainstream, and

Hispanics had niddle ranje scores on the SES scale where the . axim;ium.

possible score was 24, and the iwinimu,; possible score was 2.
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lie explored thle possibility that thle different variables, such as

SES, m~ay account for a significant proportion of the variance on tile

work values questionnaires. To test tois idea, hierarciiical iiultiple

regression analyses were perfomed on each sam~ple. Tie regressions

were perfonned on (a) tne clusters unique to both Hispanics and

:iaiinstreaib-, and (b) tile items within tile cutiiion clusters that were

shared by Hispanics and i!ainstream:. iiost of tile regressions for the

sanples did not account for tore tian ten percent of tile variance in

tile work values datd. (Of the Hispanic data, tile laryest change in the

variance accounted for occurred with the variable, "Tho %-'orklng classes

should have nore to say in runningi society." Affective Biculturation

accounted for approximately ten percent of the varidnce (sim~ple r=

.31). This was increased to approxifiatLely 17% when SAS was added to

tile regression equation (simiple r = -. 25).

For thle iiainstrealn respondents, the items dealing with the idea

that iianger are supportive and the tiodernity scale were negatively

correlated (r = -.3u). When SLS was add~ed into tile ilultiple Regression

equation, the percentage of tile variance explained rose frmi nirte to

fifteen percent (simple r .1)

itone of the other iiultlple Regression solutions accounted for more

than L'5, of the variance. These results indicate that, for the miost

part, differences in acculturation, biculturatlon, modernity or

socioeconoric status do not account for much of the variance in thle

work values data.

For a summary of the evidence supporting each of the 1lb hypotheses

see Table b.



Table 5

Summary of evidence for hypotheses

Hypothesis Does most of evidence
support hypothesis?

Hispanics will be less likely to hold consistent No
opinions regarding a worker-run society and worker
participation than will Mainstream subjects.

Hispanics will hold less consistent opinions about Yes
labor unions than will Mainstream subjects

Mainstream subjects will hold more consistent beliefs Mixed
about work being a central aspect of life.

Mainstream subjects will have a cluster of beliefs Mixed
about hard work; Hispanics will not.

Hispanics will have a cluster of beliefs pertaining No
to leisure.

Mainstream subjects will see leisure and hard work Yes
as two different concepts; Hispanics will tend to
merge these.

Both samples will hold consistent opinions about Yes
the idea that free time should be spent for business
purposes.

Both groups will hold consistent ideas about using Yes
free time to help others.

Both groups will oppose a worker-run society. Mixed

Mainstream subjects will be more pro-union compared No
to Hispanics.

Mainstream subjects will be more positive to the idea No
that work should be a central aspect of one's life.

Mainstream subjects will favor hard work; Hispanics will No
favor leisure.

Both groups will agree that free time should be spent No
for business-related purposes.

Both groups will favor spending free time helping others. Yes



Table 5 (Continued)

Summary of evidence for hypotheses

Hypothesis Does most of evidence
support hypothesis?

Mainstream subjects are more likely to see managers as No
supportive; Hispanics are more likely to see managers
as exploitive.

Both Hispanics and Mainstream subjects will prefer No
compromise as a dispute resolution technique.

Mainstream subjects will give responses consistent with No
the Protestant Work Ethic belief system; Hispanics will
give responses consistent with the Leisure Ethic.

Within each sample, acculturation, biculturation, No
modernity, and/or socioeconomic status will account
for a significant and large portion of the variance
of the work values items.
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Ui scussi on

Tfiese results indicate that i, ainstreadi individuals and Hispanics

who join the U.S. iHavy are generally si,.ilar in their work values and

,:'idernity, althoug;i :;ainstreai recruits tend to be satewnat higher on

socioeconomic status. There is little evidence that either Hispanics

or ,,dinstreall subjects who differ on tneir level of biculturation and

acculturation have different work values.

Although there appear to lie few ditferences in work attitudes, the

differences in how the world of work was divided by each group riay

suggest interestin6 differences that should be pursueu in future -work.

Hispanics tended to rcention ideological positions when discussing

disputes, whereas for :ainstreai subjects, disputes were not even a

separate cluster. The Hispanic clusters pertaining to organizational

cocimunication and "work as a social activity" suggest that Hispanics

attribute wore social functions to work than iainstreaii Subjects. The

latter tend to see more conflicts in work as evidenced by clusters

about labor unions, managemient, class struggle, and the clusters

contrasting leisure and hard work. These results are important.

Leaders wtio know how the different groups perceive work (including the

leader) can be better prepared to alleviate grievances and provide

appropriate reinforceients contingent upon satisfactory performance.

Une may find, for exaniple, that consideration (see Fleish.an L. Harris,

19u2) is a more effective leadership style with Hispanics given that

they seem to see cormunication and the social aspects of work as

iiportant.

Coparisons of the responses of the two groups, after controlling
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for their tendency to acquiesce, shows that the oispdnics give

responses that reflect a more positive vie~' of work and workers, of

cooperation and interpersonal help, and high levels of ideologismi.

The iiainstreavi sucgest greater %wil lingjriess to compromise in settling,

conflicts. Such findings could nave two vieaninys; the Hispanics m~ay

be tryinU to present tneiiselves in thle best light or tile kitius of

Hispanics tne iiavy recruits do itave a nore positive view of work than

the i.ai istrean.

Actually, these weanings are not in conflict. It may well be that

the Hispanics in the Navy are indeeu different from thiose rural, lower-

class Hispanics studied in tne early antnropoluyical research. Tiiose

Hiispanics join the inavy appear to be particularly eager to riake a good

ioipression. Furthermiore, the greater coll1ectivi sm and i deologi si

identified in our analysis is consistent with previous studies in tile

literature. Given the consistency of tiiese findings with previous

research we are inclined to have somle confidence in our results.

uevertlieless, it oust ue empniasized that these results are

tentative; due to the small nui,;iber of subjects in each ethnic group,

conclusions can only be drawn with extrewie caution. Further research

witht larger saiaple sizes is needied to establish confidence in the

weights obtained in the iultiple Kleyression equation, and in the

cluster analysis results. If a ldrge enoughi sample is obtained, then

dlternative dnalyses, such as principle co'iponents factor analysis can

be pertoned on the diata. These ig~ht give mlore useful inforitation

concerningl~ si iii arities and hispani c and i ai nstreari di fferences.

In conclusion, it appears that outh ilispanics and ,ainstreaii
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workers have i.ioderately positive attitudes toward wurk--particularly as

d setting for achieving self-actualization. yMthough the Hispanics

appear to have slightly i.iore positive work attitudes than the

ilainstredil, this could be a reflection of the actual claracteristics of

this group of Hispanics and/or their atteiipt to present them;iselves in a

positive ligtit.

6ecause only one out of five Hispanics who request infuration

about the ilavy actually joins, it seem.s that the ilavy selects tnose

Hispanics who are sinilar to the iidinstream recruits, or, perhaps only

those Hispanics who are similar to tile tainstrea, individuals are

interested in joining the navy. This conclusion is consistent with the

results of Triandis, Uttati and tiarin (oIote b); Triandis, Hui,

Lisansky, and iiarin (Hote 4); and hui, Triandis, and Chang (i4ote 6)

where few differences have been found between ispanic and [hainstream

Naval recruits.

i4
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Appendix A: Definitions of five work ethics

Protestant Work Ethic

Humanism

Marxism

Leisure Ethic

Organizational Belief System
("Organizational Man" Ethic)

ri
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Protestant Work Ethic

Honest work is virtuous. It keeps one from succumbing to the temptations

awaiting the idle. One should therefore cheerfully accept whatever type of

honest work one might obtain. One should also seek to excel at one's profession.

So the individual should take advantage of opportunities to "become a success"

through hard work and individual initiative.

A worker is not to demonstrate poor stewardship with his or her earnings.

One is not to spend one's pay foolishly or extravagantly. Pay should be rein-

vested, saved, or spent for charitable purposes. Similar uses are to be made

with one's free time.

Humanism

Work has the potential for being one of the central forms of fulfillment

for many people. Ideally, work should be intrinsicly interesting. It should

offer a challenge to the worker. Unfortunately many jobs do not offer such

intrinsic rewards. The jobs need to be redesigned so workers can enjoy some

power and responsibility and can feel they have control over their own work.

This suggestion indicates, of course that both managers and employees are

basically good. It also implies that both groups share the ccrnin desire for

jobs to be more than simply the production of goods. Ideally, the workplace

should be a place where individuals are encouraged to grow and mature as members

of society. The individual is encouraged to look to the welfare of others both

on and off the job.

1 lrxism

According to Marx, the central source of man's fulfillment can be work.

Ideally, work should combine both physical labor and intellectual stimulation.
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Workers should have the real power in the workplace. They should select

their own supervisors, and the working class should collectively own the

factories. This suggests a worker-run society.

Such a system of work differs dramatically from the system present in many

companies in the Western world. A Marxist is likely to believe that factory

owners and the ruling class are constantly seeking to exploit employees' talents.

Therefore, work will tend to produce alienation and discontentment. Eventually,

laborers will realize that by banding together, they can overthrow the private

ownership economic system. Only then can a true classless society be created.

One byproduct of the new system will be fulfilling and satisfying employment.

Leisure Ethic

People have an innate tendency to develop their abilities. The workplace,

however, is not the place for such fulfillment, for most people. To the advocate

of the Leisure Ethic, work is something people muist do in order to meet their

basic needs. It is not the major source of fulfillment, nor can it ever be

despite job rotation or redesign. This is because work is activity performed

)y someone for the benefit of others. One finds one's own fulfillment away

from the workplace.

Society must learn that it is to its own benefit to have fulfilled employees.

Companies should support programs fostering worker growth. But individual

development does not occur at the plant or office. So programs such as exparded

blocks of free time or better pay should be emphasized. This gives the indi-

vidual the opportunity for self-directed activity--activity that may be used to

encourage self-development.

Organizational Belief System (,Oramizational Mn" Ethic)

Work has meaning only as it affects the group or work organization. Work

can contribute to one's status and position in the organizational hierarchy.
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Work is a means valued for how it serves group interests and contributes to

one's success in the firm. This success does not depend on individual

initiative as much as one's ability to adapt and internalize the group nozrs.

In other words, it depends on the ability to get along and "play the game"

rather than on individual productivity.

.*w 1
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